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Abstract
The paper describes an approach to formalize the choice of solutions for human resource development during the planning 
process. Although it is traditionally considers a manual process in which the so-called "biased human factors" influence 
decisions, the research acknowledge and define 12 factors that influence the choice. The author proposes ways to formalise these 
factors and that would allow creating a human resources development-planning model with automated planning decision making.
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1. Introduction
Employee development planning still remains one of the most complex aspects of Human resource (HR) 
management. Acquisition of knowledge and skills is a time-consuming process in which companies invest 
substantial funds in order to provide their employees with the necessary competencies. An inability to determine the 
necessary employee competencies for implementation of a strategy and ensure the acquisition or development 
thereof in due level and time may significantly undermine the ability of the company to achieve its goals.
Previous studies of Johnson et al. (2012), as well as Jinyu &  Erjia (2010) analysed how HR information systems 
assist in the automation of different HR processes,  however  nobody looked at how to automate HR development 
planning.
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The main scientific problem this research aims to solve is formalization of HR development planning process. It 
is traditionally considered to be difficult or impossible to formalize due to the multitude of influencing factors that 
may be commonly referred to as "biased human factors". Moreover these factors interact with other processes 
present in the HR management.
A solution to the aforementioned problem and creation of a model for planning of HR development would open a 
possibility for development of information systems with functionality to generate individual personnel development 
plans automatically. During the previous stages of the research the author found out that there are no information 
systems on the market that would have such functionality (Kazakovs, 2013) and it would become significant 
innovation in the field of HR management likely lead to a more effective HR management and better business 
performance.
The analysis of factors influencing the choice of development solutions (DS) during planning of HR development 
constitutes an important part of the research. Although planning of HR development is traditionally a manual process 
in which so-called "biased human factors" influence decisions, the aim of the research was to identify and to 
describe factors that influence choice of DS for individual development plans, as well as to develop approach to 
formalise them. Upon searching for relevant information published worldwide, the author came to a conclusion that 
different primarily authors described discrete factors and their role in HR development planning process (Girbig & 
Harzke, 2013), as well as proposed context awareness with respect to the learner’s or employee’s context as a 
solution to bridge the competency gap (Schmidt, 2005). There has been no uniform attempt to identify the factors 
and formalize HR development planning.
The abstract aims to present after a discussion with group of experts, the list of factors that influence choice of DS 
in HR development planning.
2. Method
A group of 10 experts was selected to reach the goal of this research. There were two main requirements for 
experts in the group: 1) at least 5 years of experience in HR management or planning of HR development and 2) 
employment in large business or enterprise. Participating experts represented one of the biggest Latvian enterprises 
(group of companies) and had different experiences in planning of HR development – HR professionals, mid-level 
managers, employees, HR development consultants.
On earlier stage of the research, the author completed theoretical analysis of HR development planning process 
(Gilley et al. 2002) and held a number of interviews with the experts. As a result, a list of factors that influence 
choice of development solutions with descriptions was created. 
Later, the group of experts conducted a discussion with an aim to validate the prepared list of factors and include 
changes as well as provide additional descriptions of the factors.
Ten experts where divided into two sessions – 5 experts with professional experience and 5 experts with practical 
experience. In the beginning of the sessions, the author presented each group with a prepared list of factors and gave 
short description of each of them in order to make sure, that every expert completely understands what each factor is 
about. Any questions arising during these sessions where duly answered. Both discussions where moderated in order 
to reach the same level of analysis for all factors. As a result some financial factors were removed from the list. 
There is no doubt that this kind of information – actual costs, actual travel expenses, etc., are very important for 
every business, but cannot be obtained directly during the planning stage. Instead, some forecasts could be made 
based on previous experience. Though the experts agreed that it could be too difficult to reach acceptable precision 
of such forecasts, a suggestion to use estimated expenses instead was given – price, travel expenses and indirect 
expanses.
3. Results
Main results achieved through research of factors that influence the choice of DS during planning of HR 
development consist of 12 factors and their descriptions, as well as approaches to formalise these factors:
1. Development need (Joy-Matthews, Megginson, & Surtees, 2004) – there is a major problem, how to 
formalise a development need and the scope of DS to target the development process for development need 
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accurately. In competences-based approach, this problem is solved with competences (Zandbergs, 2013) –
development needs described by competency gap between employee competency profile and the resulting 
competency profile (Zandbergs, 2014). A dictionary of competences should provide competences. As well as DS 
scope should be defined through the competences from the same dictionary. This would open up possibilities for 
consistency between the development needs and DS. Information regarding the corresponding competences should 
be kept as records in the dictionary of competences;
2. Efficiency of DS – in order to measure the efficiency of DS, use one of the most famous academic 
assessment models by Donald Kirkpatrick  (Shahrooz, 2012):
• 1st level of this model displays the instant assessment of DS and environment at the end of the 
development event;
• 2nd level shows acquired during development event competencies that can be measured using a variety of 
questions and tests;
• 3rd level refers to the application of acquired competencies through work, which is reflected in the 
employee's behaviour;
• 4th level shows impact of the development process on a company's business performance;
• 5th level let to assess the return on investment (Gredzens, 2007);
Nevertheless, such five-level evaluations would be difficult to process in order to decide on the use of DS. 
Therefore, the solution could be to make a single integrated index of five-level assessment – efficiency index (EI). 
Potentially, there can be many different methods to calculate EI and each model user (the company) must decide 
individually on the most appropriate method. HR development planning model shall not be affect by this. These 
methods will be studied later within the framework of the research;
3. Time – milestones and deadlines for development process are determined by several factors, where DS 
length and intensity being among them. When planning development, one should make sure that the selected 
solutions meet the defined deadlines and should take into account the business needs of the developed competencies. 
To facilitate the development results to the desired date, make sure that the selected DS can be implemented in due 
course;
4. DS intensity – a parameter that indicates how much time is spent on scheduled day. Experts recognize that 
for DS users it is more important to know the planned DS schedule, but this information would be too complex, 
which still would not give an objective vision of the course. Instead, experts offered to express DS intensity in hours 
per day, which would lead to the conclusion of DS matching with the company's development strategy and business 
situation;
5. Development methods (DM) – if company's HR development strategy or an employee desires or situations 
determines the development priorities of DM, these should be taken into account upon selection of DS (Kaupins, 
1997).
Each DS is defined in conformity with a DM. Employees define acceptable DM and their priorities. During the 
research, experts offered two approaches to the formalization of priorities:
• By default, all DM have the same "medium" priority, which may be referred as "3". Advanced priority –
"4" and "5". Reduced – "2", "1". The five-level system allows you to define two different priority groups with 
advanced priority, and two with reduced priority; 
• Rank permitted DM according to the desired priorities;
6. Cognitive style – everyone has their own consistent approach to data organization and processing while 
thinking which is referred to as the cognitive style (Sadler-Smith, 1997) (Dyrud, 1997). DS also corresponds to a 
specific cognitive style in terms of its content. Providing an employee and the DS with a cognitive style match may 
increase the efficiency of the development process (Coffield, Moseley, Hall, & Ecclestone, 2004). Cognitive style is 
defined by two numeric parameters that represent Wholist-Analytic dimension and Verbal-Imagery dimension 
(Allinson & Hayes, 1996);
7. DS location – for companies with remote workplaces that creating individual development plans, it is 
important that the venue of DS is taken into account to reduce employee travel-related direct and indirect costs. DS 
must have address of the venue, the staff – the business address in a structured manner to ensure that the information 
processing in the GIS and get a result on the distance between the DS and an employee's workplace;
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8. Price –price you have to pay to the external service provider for one's development according to defined 
development programme. The real expenses could differ from price listed because listed price was only available 
during planning. However, special rates could be applied after discussion with a service provider DS scope, content, 
processing etc. Development budget is usually defined for the entire company, departments or individuals, 
depending on the company structure, business processes and practices (Kurgaeva, 2006). Development budget 
expressed in euro for the programming period;
9. Travel expenses – expenses to be covered to ensure the implementation of the selected DS – tickets, travel 
allowances, fuel etc. They appear when DS and workplace locations are remote above a certain threshold. A 
company can define the threshold according to the internal rules of procedure (Kosticyn, 2005).
During development planning process it is difficult to calculate real travel expenses as it relates to the need to 
invest a lot of planning work on a case – the prices of tickets and accommodation, travel allowance etc. The study 
showed that HR management experts consider being acceptable to calculate the travel expenses in proportion to the 
distance between the DS location and employee workplace. The company should set a rate for 1 km. of such 
distance;
10. Indirect expenses – expenses that occurr through the use of the chosen DS –paid working time of mentors, 
other resources, etc. (Kurgaeva, 2006). Indirect costs are estimated, since different circumstances may arise and as 
result, the actual indirect expenses will vary. HR management experts consider these differences insignificant for the 
development planning process. 
11. Development priorities of positions – if company’s development strategy determines development 
priorities by positions or groups, it must be taken into account in the planning of individual development (Gemmell, 
2011). This is because financial resources might not be available to provide all the necessary development for the 
given period. In such cases, the maximum development should be planned for full priority positions or position 
groups and in possible extent for positions or groups with a lower priority. The study course experts identified two 
methods that define development priorities of positions or groups depending on the size and structure of the 
company:
• Five levels of priority. By default, any position or group is set to "medium" priority of the development, 
which may be labelled "3". Then, in the beginning of the development planning process, for preferred positions or 
groups should increase priority – " 4" or " 5 " or reduced – "2", "1". A five-level approach allows to define two 
different priority groups with higher priority , and two with reduced priority ;
• Ranking approach. All posts or groups of posts arranged in a row according to the development strategy 
priorities;
12. Development priorities of competences – if company's development strategy determines development 
priorities by competences, it must be taken into account in the planning of individual development (Gemmell, 2011).
In order to validate the developed list of factors, a survey of 30 questions was prepared in printed and electronic 
form.
4. Conclusions
The study analysed factors influencing the choice of DS during planning of HR development. Although planning 
of HR development is traditionally considered a manual process in which so-called "biased human factors" influence 
decisions, the research identified and described 12 such factors, as well as developed approaches to formalise them. 
These factors are: Development need, Efficiency of DS, Time, DS intensity, Development methods, Cognitive style, 
DS location, Price, Travel expenses, Indirect expenses, Development priorities of positions, Development priorities 
of competences.
The analysed factors determine information that is processed during decision making about use of DS. Thus the 
next stage of the research shall include development of structure for a DS catalogue and the structure must be 
addressed in the context of the analysed factors. 
The central problem that should be solved during development of a model for management of HR development is 
the optimisation of individual development plans with regard to the factors described in present article.
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